Very little is known about the life experiences of highly skilled female migrants and almost nothing about them outside of Western contexts. This paper attempts to address this knowledge gap by examining the experiences of highly skilled migrant women working in the Persian Gulf monarchy of Qatar. Drawing on in-depth interviews with a sample of highly skilled migrants in Qatar, the paper examines the experiences of highly skilled migrant women in the Gulf in order to understand how their experiences compare with male counterparts, and the ways in which these experiences are gendered as a result of marital and family status. It also examines how the kafala labor sponsorship system differentially conditions highly skilled female versus male labor market participation, thereby producing very different professional and personal migration experiences. Finally, the paper highlights the importance of intersectionality on migrants' lived experiences, as it finds that social, cultural, national, and geographical categories are important when thinking about the mobility of highly skilled women.
Introduction
Highly skilled female workers make up a significant portion of the global mobility of talent and are often employed in typically male-dominated fields, such as information technology and engineering (Gropas & Bartolini, 2016) . The experiences of highly skilled migrant women differ from male highly skilled migrants, and women are more likely to face challenges as part of their migration experience than men are (Man, 2004; Purkayastha, 2005) . Women are also more likely to migrate with spouses and families, migrate at different points in the life course, and are more inclined to undertake flexible or part-time working arrangements when in a migratory setting (Boucher, 2007 (Boucher, , 2018 . Studies on professionally mobile skilled women migrants outside a Western context are still limited, even though migration theory has come to consider gender as both contextual and power-laden (Donato, Gabaccia, Holdaway, Manalansan, & Pessar, 2006; Fanta-Vagenshtein & Anteby-Yemini, 2016; Kofman, 2013) . The few studies that have studied skilled female migrants depict a varied and inconsistent picture when it comes to their experiences. Some have found that women face gender-based penalties including deskilling, challenges breaking into male-dominated sectors, long periods of unemployment when migrating as dependents (with their spouses) and are often channelled into unskilled and low paid jobs (Grigoleit-Richter, 2017; Mojab, 1999) . Conversely, others have found that women actually gained more benefits from their international experience than men did in terms of accelerated career development, greater career opportunities, and an increase in capital accumulation (Myers & Pringle, 2005) .
In recent years, several emerging economies including the Gulf Cooperation Council (GCC) countries have begun to attract large numbers of highly skilled female migrants to meet their demands for skilled workers in the medical sector and in the ever-expanding higher education system (Malecki & Ewers, 2007) . Yet, little is known about the social, economic, and cultural conditions shaping the experiences, expectations, and the barriers facing these women (Van den Bergh and Du Plessis, 2012) , particularly in the emerging economies of the GCC states. Previous studies on migration to the Gulf tell us little about female skilled migrants' motivations for migrating, their labour market experiences, life aspirations, their long and short-term plans, and to what extent their experiences during migration are shaped by particular cultural, social, economic, and political conditions in host states.
This article aims to bridge the gap in the knowledge about highly skilled migrant women in general, and more specifically in the Gulf region, by exploring to what extent the experiences of highly skilled migrant women in the Gulf are gendered. Qatar is an interesting case study since the country's cultural, economic, political and legal systems are different from the developed economies in the Global North, neither encouraging long-term settlement for economic migrants, nor facilitating routes to naturalization and citizenship (Babar, 2014) . Drawing on in-depth qualitative interviews with 32 male and female highly skilled migrants in Qatar, the study has three objectives. First, we examine how the personal and professional experiences of highly skilled female migrants differ from those of their male counterparts. We examine marital and family status to understand the ways in which these experiences are gendered. Second, while much has already been written about how the GCC policies of migration governance produce a series of legal limitations onworkers' mobility, there has been little exploration on how this regulatory environment might impact highly skilled women differently from men. In this paper we examine whether the kafala sponsorship system produces different experiences of migration and labour market participation. Finally, migration researchers have increasingly recognized the multiple, diverse, and complex forms of advantage and disadvantage, including gender, race, and class, that shape migration (Bastia, 2014) . Thus, our study utilizes an approach inspired by intersectionality to examine a variety of axes of differences that shape highly skilled female migration dynamics in the Gulf.
Given the ways in which migrant labour is governed in the GCC, one could assume that perhaps only certain categories of skilled female migrants might opt for working in Qatar, and also that these women might have different aspirations and experiences than their male counterparts. Moreover, as our interview results will corroborate, Qatar's migration policies do impact highly skilled women differently to their male counterparts. Highly skilled single women, with fewer social and family commitments in their countries of origin, appear to be more likely contenders for engaging in migration to Qatar, and issues of security, personal safety, and well-being are frequently mentioned as important reasons for women selecting to live and work in Qatar. In the following section of this paper, the relevant literature is discussed, followed by a section specific to Qatar's labour regime and migration context. Subsequently the paper provides a section on methods and the interview sample, and in the section that follows, the results and empirical findings are presented. The final sections of the paper discuss the implications of the research findings and conclude with what can be deduced about highly skilled female migrants more generally.
Gender and mobility
Mobility has been conceptualized as "one response to the unequal spatial distribution of resources, including natural resources, markets and employment opportunities' (Tacoli & Mabala, 2010:390) , and it is this idea of mobility that we apply to our study of highly skilled migrants to Qatar. Gender here is defined as the 'process through which differences based on presumed biological sex are defined, imagined, and become significant in specific contexts' (Hanson, 2010:7) . 'Highly skilled migrants' are assumed to be highly mobile by definition, as their particular qualifications, skills, and expertise enable them to easily move from place to place and country to country and deploy their elevated human capital towards the most sought-after jobs on the global market-place. By contrast, conceptually speaking, 'immobility' is reserved for low or unskilled migrants, illegal immigrants, refugees and asylum seekers, who lack the skills or qualities to facilitate easy movement across borders and are increasingly considered to be both a security threat and a socioeconomic hazard (Fortier, 2014) .
There has been considerable academic discussion on the relationship between gender and migration. Particularly since the 1990s, gender has been recognized as a constitutive element of migration (Andall, 2013) . Furthermore, feminist theories in particular have maintained that gender and mobility are inseparable and influence one another profoundly (Hanson, 2010) ; that is, mobility shapes gender and gender, in turn, shapes movement and mobility (Cook & Butz, 2018; Hanson, 2010) . Additionally, it seems that gender in particular is omitted from the analysis of core economic and sociological literatures on migration, whereas gender differences are deemed irrelevant (Kofman, 2013) . This leads many scholars to conclude that the issue of professionally mobile skilled migrant women is understudied worldwide (Donato et al., 2006; Fanta-Vagenshtein & Anteby-Yemini, 2016:258; Kofman, 2000:46) . The following section discusses more specific themes related to how gender, mobility, and highly skilled migrants are linked.
It has been consistently demonstrated that when gender is considered within the context of mobility, women's mobility is less than that of men, even when it comes to highly skilled migrants working in the same sectors and occupations (Powers & Seltzer, 1998:21) . Studies have shown, for example, that women tend to face more barriers than men when it comes to participating in transnational mobility in academia, especially in the natural sciences (Jöns, 2011) . Additionally, female migrants working in the medical field also tend to be at a greater disadvantage than male migrants, as they advance at a slower pace within their field and are often marginalized (Oikelome & Healy, 2013) . Studies have also indicated that women are less mobile than men in the sense that they are more likely to work closer to home and are less likely to commute for longer distances (Hanson, 2010) , confirming the gender discourse that typically associates masculinity with mobility and movement, while femininity is linked with immobility and staying close to home (Cook & Butz, 2018) . One of the explanations for female migrants' mobility disadvantages as opposed to men has been the existence of gender differences in the migration laws of some countries (Boucher, 2007) .
Another way in which women are made less mobile is rooted in the persistently unequal gender distribution of domestic work within households. As previous studies have explained, the career progression, transnational mobility and migration of married women with children are all hindered and limited as a result of their marital status, their predetermined gender roles, and the greater responsibility that they bear for child-rearing and childcare (Jöns, 2011, Parella, Petroff and Carlota, 2013) . Having children explains some of the work-life differences between men and women, resulting in significant age differences at various points of career achievement for men and women, with women much more likely to engage in part-time or non-continuous work (Boucher, 2018) .
Examining migration through the lens of the family is vital to studying migration and its impacts overall. Moreover, such a perspective is especially important to understanding female migration (Zlotnik, 1995) . Gendered expectations and norms, such as women as followers and caregivers, shape migration experiences in both home and host countries. Family structure, in particular having young children, plays an important role in shaping migrant women's work outside of the home (Foroutan, 2013) . Women's increasing labor force participation has also not necessarily changed gendered expectations regarding the home and family care (Duda-Mikulin, 2020) .
When women with families do migrate, it is most likely for the greater benefit of others (most likely their spouses) rather than as a result of direct professional or personal benefits for themselves (Kofman, 2013) . Women who experience this pattern of mobility as a result of migrating with their families are often thought of as 'trailing spouses' (Andall, 2013; Boucher, 2007) . Existing literature has also identified women who migrate under these conditions as being 'tied' movers who typically 'follow' their male partners to another destination, as a result of prevailing gender roles that prioritize male professional progress and mobility (Jöns, 2011:185) . This phenomenon is demonstrated in numerous studies that show how men are disproportionately the primary applicants under various immigration schemes, whereas women are disproportionately secondary applicants even if they are just as skilled as their male family members. This trailing spouse notion suggests that women have a lower chance of obtaining paid employment in their area of expertise in a migratory destination, which, in turn, reinforces gendered roles and differences whereby women are the social reproducers and preservers of the family and men are the primary economic agents (Boucher, 2007; Kofman & Raghuram, 2006; Yeoh & Ramdas, 2014) .
Additionally, researchers have suggested that international mobility and career progression of skilled women who migrate as trailing spouses are primarily centered on male working patterns and thus they develop 'tied careers' with respect to their male partners' progression (Mincer, 1978) . Women are also less likely to find satisfying jobs that meet their qualifications or expertise and thus tend to be confined to 'feminized sectors of the economy' (Kindler & Szulecka, 2013) , such as health, education, and social work (OECD, 2012) , that enable them to balance between work and meeting their family obligations. This can result in the deskilling of skilled female migrants, as many studies have demonstrated (Benería, Deere and Kabeer, 2012, Parella, Petroff and Carlota, 2013) . Challenging this, however, a recent study has shown that female Indian medical doctors and nurses have initiated migration and, in fact, sponsored their male spouses to the UK and US, suggesting that the idea of being a trailing spouse is not confined to women alone (Shinozaki, 2014) and needs further pressing against. As recent biography-driven qualitative work on highly skilled Indian migrants has shown, couples increasingly engage in co-migration to take advantage of new work experiences far removed from Indian cultural gender norms which may otherwise stifle female career development (Kõu & Bailey, 2014) . Moreover, the roles of significant others and parents in shaping Indian highly skilled migration are far more complex than simplistic notions of trailing spouses would allow (Kõu, Mulder, & Bailey, 2017 ). Yet, scholars are only recently beginning to understand the gender dynamics underpinning migration decision-making (Boyles, 2015) .
Intersectionality
Intersectionality is a powerful approach to migration because it can simultaneously capture multiple, diverse categories of disadvantage (or advantage) to explain the experiences of migrants, including gender, race and class in a single framework. Thus, forms of oppression and privilege are complex and interconnected instead of separate essentialist notions (Bastia, 2014) . Two unique studies of intersectionality among skilled women migrants were carried out by Kynsilehto (2011) and Riaño (2011) , each of which shows how axes of gender, class, nationality, as well as marital and migration status, combine to produce unique outcomes. For Kynsilehto's study of highly educated North African women in France, categories, such as student, laborer, tied or return migrant, overlap or change over the life-course of a migrant's biography. Riaño's study of skilled migrants in Europe also suggests that intersectionality can increase or decrease inclusion and privilege: 'At any given time in an individual's working lifetime, socioeconomic position, ethnicity, and gender may in fact take on positive or negative roles' (1544). Country of origin, for example, plays a strong role in shaping the labor market integration of skilled immigrants in the US (Pande, Tigau, & Yuan, 2017) . While avoiding essentialist notions, we must still recognize the critical role of gender as a source of inequality and exclusion in migration (Bürkner, 2012) while also accounting for other axes of difference.
The kafala system, mobility and gender
Despite their long-term presence in the region, little attention has been paid to understanding how highly skilled expatriates, especially women, are regulated through the GCC-wide sponsorship system as well as how local labour laws and policies affect their lived experiences and professional success. This can be partly attributed to the prevailing assumption that highly skilled foreigners form an elite, sought-after category of migrants, and as such are less likely to face negative challenges posed by restrictive labour laws, and that regardless of their gender, with greater social and economic resources, highly skilled migrants are, in general, far better equipped to navigate the various systems that govern them. Another overriding assumption appears to be that highly skilled men and women of different nationalities and ethnicities share similar experiences, expectations, and life trajectories.
In Qatar, as in other Persian Gulf states, migrants have been historically governed under the kafala or worker-sponsorship system. This system contractually binds each migrant worker to his/her citizen-sponsor or kafeel, and as well as to a particular job for a clearly specified period of time (Qatar Labor Law 2016). Until recent reforms were instituted in Qatar, migrants were unable to change their place of employment or even exit the country without obtaining prior approval from their sponsors (Abdullah, 2015; Babar, 2013) . Scholars and migrants' advocates have called attention to the vulnerabilities and exposures that lower skill migrants in low wage occupations contend with as a result of the kafala and other restrictive labour policies that undergird the Gulf migration system (Gardner, 2010) . These policies are in theory applied indiscriminately to all categories of migrants, and seemingly equally affect highly skilled and low skilled migrants. However, in practice there are clear differences in how migrants experience their time in Qatar based on how they are integrated into the labour market, which tiers of employment they occupy, and what their levels of decision-making are. For example, highly skilled migrants are presumed to have much greater agency and professional mobility when negotiating both the kafalasystem and their labour contracts. However, these highly skilled migrants must still contend with several constraints on their personal and professional mobility imposed through the employer-sponsorship system. One example is the need for the employers' permission to exit the country for any reason. Another example is that highly skilled migrants, like any other category of migrants, are limited to working only for their sponsor-employer, requiring a 'no objection certificate' from their current employer before changing to a new employer. Currently reforms are underway in Qatar which are meant to specifically address this problem of foreign workers not being able to change places of employment or switch from one employer-sponsor to another (International Labour Office, Governing Body, October 2017). The broader goal of the national labour reform process that is underway is to transition away from the sponsorship system, primarily to ensure that employers and companies are no longer in control of their foreign employees' visa status.
Qatar labor market reforms
Over the course of the past few years Qatar has instituted various changes to its labour law and migration system. Law No. 21 of 2015, which is the 'Law on the Regulation of Expatriates Entry, Exit and Residence,' was established in December 2015 and came into full effect by the end of December 2016. This law established the legal parameters for the 'contract-based employment system' under which foreign workers are brought into the country. The most significant change under the new law has been that foreign workers are now permitted to switch their jobs/sponsorship without needing their employer's permission if certain conditions of eligibility are met. Under the 2015 law, migrants can appeal directly to the Ministry of Interior and Ministry of Labour for permission to move to another job either after completing their duration of employment as stipulated in their original contract or after completing five years of service on an open-ended contract. In addition, under the 2015 law foreign workers were also able obtain their Exit Permits directly from the Ministry of Interior rather than through their employer-sponsor, and in 2018, for certain categories of migrants, the need for an Exit Permit prior to travelling outside the country was abolished. From January 2020 onwards, further reforms regulating Exit Permits were announced, removing the need for Exit Permits for almost all categories of migrants (ILO, 2020) .
The amendments to the labour law and the current reforms being implemented do not, however, provide for any selective differentiation based on the category of a particular migrant and apply equally to both highly skilled and low skilled categories. In addition, more recently the Qatari government also adopted Law No. 15 of 2017 on domestic workers, which while not directly relevant to highly skilled migrant women, points to at least the articulated goals of the reform process, that are supposed to provide protections from discrimination and exploitation to all categories of foreign workers. The new domestic workers law among other things provides the daily maximum work hours, mandatory weekly time off, annual leave, sick leave, and medical coverage.
Although the Kafala system theoreticallyimposes its restrictions upon all migrants equally, in addition to affecting migrants differently if they are low skilled or high skilled, it appears that the experiences of migrants may also vary along nationality and gender lines. For example, highly skilled Arab and Asian workers' motivations, choices, experiences, and concerns are not the same as those of highly skilled migrants originating from Europe or North America (Babar, Ewers, and Khattab, 2019) . Highly skilled Arab migrants have different considerations and priorities, such as security concerns in their home country that propel them to seek work in the Gulf, and also give them greater incentive to remain there long-term while possibly making them more vulnerable to exploitative dimensions of the kafala (Babar, Ewers, and Khattab, 2019) . Jamal (2017) examines a range of motivations for 'other Arab' highly skilled migrantsmost specifically, Palestiniansand finds that these migrants' decisions to stay in the Gulf are heavilyinfluencedby concerns over political security and stability at home, especially if they have families in the West Bank or the Gaza Strip.
Migrating to the Gulf profoundly shapes family life, both for families left behind and for those that migrate as a family unit (Gardner, 2011) . Each Gulf state has a minimum required monthly salary that a migrant must receive to be permitted to bring their family, which highly skilled migrants likely meet. Under the existing kafala system in Qatar, while both migrant men and women can sponsor their spouses and obtain residency visas for them, only women are able to work under their husband's sponsorship while men cannot do the same under their wives' sponsorship. Women can sponsor their husbands to live in Qatar, but their husbands will not be able to seek work or enter the labour market. Similar gender-based discrepancies exist when it comes to sponsoring adult children. Women are able to sponsor adult daughters who are also then able to obtain jobs and work under their mother's sponsorship. However, adult sons can live in Qatar, but, if they wish to work, will have to seek a sponsored job and visa from an employer. These sorts of gendered differences in labour law and immigration policy can certainly influence and perhaps even discourage highly skilled women from pursuing job opportunities in Qatar.
Not only are there variations in how the labour law in Qatar affects highly skilled workers of different nationalities and genders, there is also a suggestion that companies' human resource policies and employment packages, as well as benefits, are provided selectively on the basis of nationality and gender. For example, 'Western' expats are presumed to earn higher salaries and receive better benefit packages than highly skilled migrants from Asia or Africa. Similarly, women working under spousal sponsorship may also not be eligible to receive the same benefits that their husbands are entitled to such as housing and access to health insurance among other things. It should be stated that these practices are not presumed to be restricted to Qatari or national institutions, but also occur at many multinational companies and international organizations.
Skilled and unskilled migrants have played vital roles in Gulf economic and social development, filling key skill and labor gaps. Despite high levels of indigenous labor force growth, these migrants will remain a prominent feature of the region's labor markets (Shah, 2012) . In addition to new migrants, second generation foreign residents often feel strong local attachment and, despite no likely path towards citizenship, also see themselves as long-term members of the community and labor market (Shah, 2015) . For many migrants across the salary spectrum, working in the Gulf may provide an important opportunity for economic advancement (Strabac, Valenta and Al Awad, 2018) . Moreover, migrants do find ways of successfully navigating the kafala system for their benefit. Beyond dichotomies of employment or exploitation, even migrant domestic workers in the Gulf (perhaps the most prone to abuse) have found ways to circumvent and benefit from the kafala system (Mehta, 2017) .
Methodology: design and participants
This paper is based on qualitative data solicited through a total of 32 individual, in-depth interviews that were carried out with highly skilled migrants living and working in Doha during the summer and autumn of 2016. Participants were recruited by the investigators deploying their informal as well as professional networks, as well as the selective targeting of two expatriate associations. Once initial participants were identified and interviewed investigators applied a snowballing strategy for recruiting additional subjects. Participants engaged in semi-structured interviews and were asked to comment on a range of topics related to their work and life experiences in Qatar. The specific areas that were discussed during the interviews included participants' initial motivations for moving to Qatar, their experiences in their current place of employment, their family, social and personal life in Qatar, their views on their current professional mobility, and their perspectives on future work and life trajectories with reference to their mobility.
Out of the 32 highly skilled migrants interviewed 17 respondents were male and 15 respondents were female. This paper is based primarily on the responses of the sub-group of 15 female participants, nine of whom have citizenship from Western countries in Europe or North America, three of whom are citizens of Asian countries, and three are Arab citizens from non-GCC states. Nationality, it should be stated, in a few cases was not expressed as being the primary source of identity for all the female participants, as one of the women had immigrated in childhood to the United States but self-identifies as Indian, while another woman considers herself an Arab, although she also holds American citizenship.
In terms of employment, six women are engaged as faculty or administrative staff in higher education, three women work in the medical field, and two are working in ICT. Of the remaining four women, one is an accountant, one works in public relations, one is working in public policy with a government ministry, and one is engaged as a senior executive at a construction company. Five of the six women working in higher education are from Western countries, and both of the ICT positions are occupied by women who are Asian nationals.
Three women have been living and working in Qatar for less than two years, four women have been there for 2 to 5 years, four women have been here for 5 to 10 years, and two women have lived here for longer than 10 years. Both of the women who have had the longest duration of stay in Qatar are South Asian; one was born there and has lived there since birth for 33 years, and the other one came there as a child and has spent 28 years in Qatar.
Findings
In this section we present the results of our interview-based study, organized in reference to stages of the migration process, from initial recruitment strategies, to reasons for moving to Qatar and experiences living and working in the country, to future plans.
Recruitment strategies
While recruitment practices for low-income and lower skill workers in the GCC region have been extensively examined by both scholars and practitioners, the means by which highly skilled migrants obtain their jobs in the region have not received much attention in the literature. The women in our sample obtained employment in Qatar through a variety of means and did not express that they experienced any particular challenges in relation to the recruitment process. While all of the male participants in the sample had been recruited internationally and only arrived in Doha after they had a work contract and job in hand, many of the women we interviewed came to Qatar accompanying their husbands, and obtained employment only after having moved to the region. One of the interesting findings of this research study has been that, despite the many limitations and constraints imposed by the sponsorship system on foreign workers, highly skilled women are frequently able to access the Qatari labour market with relative ease, as they do not require sponsored jobs or visas from employers but can enter the labour market while under their husbands' sponsorship. This allows married women greater accessibility to the local job market, as a number of firms are willing to hire women for positions but are not able to provide sponsored visas. Not needing to be sponsored by an employer also speeds up the process of applying for a job and entering the labour market and allows women to make use of their own informal networks to learn about new opportunities. As Andeera stated: 'I got the job through my husband; he had a friend who knew about the vacancy and so I applied.' Leila described how she followed a similar procedure with the same employer as her husband, but only after they had migrated to Qatar on her husband's job offer and visa sponsorship:
There was a job advert in the newspapers for [hospital] jobs. My husband was recruited in this way internationally, and when I came with him, I applied and got the job in the same way as my husband. Then there was an exam and applicants were chosen based on the exam results. After that, applicants were put into a specialty.
Single women, on the other hand, applied or were recruited while still in their countries of residence as they would need to obtain a job that comes with a sponsored visa. Some of these women had applied for a job in Qatar propelled by interest in overseas experience and a sense of adventure, without fully knowing anything about the country nor working and living conditions in the Gulf. Isabelle, stated that it was: "Quite by accident actually. A friend of mine had found this online advertisement on some obscure place and brought it to my attention and I met all the qualifications. I had no intentions of coming here. I just applied. I did not even know where Qatar was."
Others, such as Lucy, had followed the economic development occurring in the Gulf and wanted to be a part of it, but from the safety of a tenured position at another university in the West: I had known for a long time that this university was here. I was just watching it to see how it would mature. It is a very interesting experiment and I wanted to be a part of it. I applied when I was tenured at my last university for a sabbatical. I came for two years but I stayed for ten.
More frequently, several respondents noted hearing about positions through their network of friends or relatives who were already based in Qatar. Ann, a married Canadian, illustrates this point:
I had a friend who contacted me when I was working at (a college) back in Canada, and said they had a position here and that she was setting up a dental assistant program. So she was asking questions and getting some resources and help and mentioned there would be another position and asked me to apply.
Finally, two of our female interviewees were recruited through their social media presence on LinkedIn. For example, Ihsan, a Palestinian public relations manager, said "I got the job through LinkedIn. They saw my CV and called me. Nazreen, the Pakistani policy analyst, similarly recounted that 'I was contacted by the team here. I have my LinkedIn profile I think they saw that my profile and that I was a match for the position and contacted me.'
Reasons for moving to Qatar
When asked about their primary reasons for moving to Qatar, many of the female respondents answered along the same lines as their male counterparts did, suggesting that there are no clear gender differences when it comes to highly skilled migrants' initial decision-making when considering to migrate to the region. Overall like the responses from male participants in the sample, the female cohort of migrants suggested the importance of income and earning potential in Qatar, the ability to save, opportunities for career enhancement, and also ensuring safety and security. Nevertheless, within these responses we can identify important gender-based dimensions in line with the literature reviewed above, especially relating to family and marital status.
Income and earning potential
Female highly skilled migrants emphasized the importance of earning a high salary, savings potential, and being able to meet their personal economic goals in a migration setting. For example, Sharon, a single Canadian woman who works in Qatar as an instructor at an educational institution, emphasized the potential for higher earnings in Qatar as well as the ability to invest in her professional development. However, she did suggest that being single and unmarried provides her with greater flexibility and also a higher ability to save: Income and earning potential, financial stabilitythat's important to me. To be able to be independent and take care of myself, pay for whatever I need myself, my education and even my retirement . . . With this job, I find that they do allow you to grow and they encourage professional development . . . Unfortunately, with the cuts they cannot finance me to go on a course in Dubai anymore, but with my salary and I'm single I'm able to afford to do that. (Sharon) Similar ideas were echoed by Dina, a single Palestinian female who works as a professor at one of Doha's higher education institutions. She compares her experience in North America and Qatar, specifically noting income and savings potential as the main comparative advantage of living and working in Qatar. Indeed, as she pointed out the cost of living has increased in North America, while wages have not kept up. For her being able to live in a place where the salary is high enough to both live comfortably and save for the future is a welcome alternative to life in North America. However, she also emphasized that being unmarried and highly skilled was critical to maximizing the comparative financial benefits being in Qatar:
Income and earning potential, yes that is a big part of it. Incomes here are higher and that is tied to the ability to save money. It is impossible to save money on a single income in North America at this point in time as someone single in the academy, so it has been nice to be able to save some money here. I do want to insist on the reason I am able to save money is because I am very privileged in my particular experience, within my profession and because of my single status. (Dina) Sharon and Dina bothdiscussed that their single status made their lives more affordable in Doha, as they have fewer outgoing expenses, and this greatly enhanced their savings capacity. These comments are particularly interesting as none of the men in the interview sample assigned any importance to their single status when answering the same questions about their earning and saving potential in Qatar.
Work-life balance
Women in our sample were much more likely to raise the issue of work-life balance when asked about their experiences in Qatar. This does not necessarily suggest that highly skilled migrant men in Qatar experience less work-life balance than their female counterparts, but does indicate that at least for women in this sample this issue had greater significance than for men. Several female respondents stressed that they were better able to achieve a healthy work-life balance in Qatar rather than in their home countries, and that they felt they could more easily manage their professional demands alongside their personal and family commitments.
Among the sample, the majority of female interviewees mentioned work-life balance as one of their top motivations for moving to and remaining in Doha. According to Andeera, a 37-year-old married Indian woman working in the ICT sector, her current job provides a significantly greater work-life balance than past employment experiences outside Qatar: 'Out of them (top choices for moving to Qatar) I would say the second one, work-life balance . . . Compared to my two previous jobs, my current one is actually better for me with timing and work pressure . . . I get to spend more time with my family because of the working hours.' Andeera positively compared her experience working for a government ministry to previous positions in the private sector in Qatar, suggesting that the public sector in Qatar allows for a lot more time for employees to be with their families. Nazreen, a married 29-year-old female from Pakistan, currently working as a government policy analyst, made the same argument. She stated that unlike in other jobs in her current public sector position she did not feel that there was an expectation for employeesto address work issues once they were home: 'I would say that in ministries we have a decent work life balance so after you go home then you are basically free to spend time with family and friends.'Two Canadian women in the sample, Isabelle and Barbara, also stated that for them the top reason for moving to Qatar was work-life balance, while Dana, a Palestinian professor who had previously worked in North America said the same, adding: 'It is slower here than it was in North America and for me that is important . . . I also like that socializing is part and parcel of the job and that people expect you to get to know your colleagues.'
Safety and security

Local security and stability
When it came to questions of security and stability in Qatar as a factor influencing their initial decisions of moving to Doha as well as regarding their reasons for continuing to stay, the sample of women responded to these queries differently than the male sample did. When asked about how important a consideration local stability and security were in their initial migration decision-making to Qatar, female respondents structured their responses in relation to their personal security and physical safety, and in terms of their reasons for staying spoke about their feelings of being personally comfortable and safe in Qatar. Male interviewees received this question and structured their responses quite differently. For the men this question was received in relation to broader regional security and stability dynamics, the comparative security in Qatar in relation to their home countries, and the importance of ensuring a safe and secure environment for their families when planning to migrate in the first place. During the interviews the questions on security and stability were left open to interpretation, and men and women chose to interpret it quite differently and from their own individualized and gendered perspectives on what they considered to be essential when it comes to feeling safe and secure. Variations in responses could perhaps also be related to respondents' nationality and cultural affiliations, as well as differing conditions of security experienced by respondents previously, either in their most recent country of residence or at home. One explanation for the male respondents offering such a different perspective could be that many of them were Arab, from regional countries in a state of instability and conflict. Our female sample had a higher representation of women from Western contexts. It is worth noting that for the six women in the interview sample who are either of Asian or Arab origin, the issues of personal security and safety were critically important.
I want to say that as a woman I have felt more secure in Doha then I have in the past in North America. Here in the city and also in (respondent's workplace) I have felt safer from sexual violence. However, that does not mean that it does not happen. I want to insist that part of the reason I feel safe is because I am in a very privileged position where I do not have to interact with certain kinds of people and I am separated from the world in particular ways. (Dana) It is important to note than when discussing personal safety, this respondent immediately chose to address the topic in terms of protection from sexual violence. Perhaps more significantly, she indicated that while sexual violence does occur and not all migrants are safe from it in Qatar, high-skilled expatriates tend to occupy a different space of sorts, to experience a 'different Doha' from other migrant workers whose exposures to these sorts of violations could be far greater. Indeed, while reported levels of sexual violence are exceedingly low in Qatar, anecdotal reports and media reports of conditions across the Gulf States suggest that many incidents of sexual violence go unreported partially due to fear of deportation for migrants as well as uncertainties about the local judicial mechanism for protecting the rights of migrants (HRW, 2016 ). An additional reason why incidents of sexual violence appear low in Qatar could be due to a reluctance from Qatari citizens to report on such matters due to familial, social, and cultural sensitivities (Al-Ghanim, 2009:81) .
In responding to questions related to a variety of things that they experience in a destination country, expatriates naturally view this from a comparative perspective, either in relation to what they experience in their country of origin or in comparison to other places they have resided and worked. Lucy, a 63-year-old Indian origin professor who had previously lived and worked in the United States contextualized her sense of security in Qatar with reference to other places she has lived:
I have lived in so many places and have had so many experiences but I must say I do not think I have ever felt as personally safe as I have in Qatar. I might hear something, but generally nobody bothers me. I can drive where I want. I can go to the desert by myself and I really enjoyed that and I am going to miss that. Because when I go back to the US it is not like that. (Lucy) Interviews in general expressed much less concern or fear of crime and violence in Qatar as a whole than one would witness in another similarly sized country or in a city in the US. This empirical evidence largely backs up other sources which bear testament to the overall security in Qatar such as, for example, the World Economic Forum which has ranked Qatar as the second safest country in the world in its Global Tourism and Travel Report, while the US was ranked 73 rd and India 129 th (Crotti and Misrahi, 2017) .
Many women pointed to a peace of mind stemming from not being afraid of personal safety. Aqeela said, 'I feel safe and secure here. I feel calm.' Nazreen noted a similar sense of peace of mind when she stated that 'it's also secure when you go out at night and you're not worried about getting robbed or something happening. I like the sense of peace and security and stability as opposed to other countries in war. I like the peace of mind here.' Some women and men from our sample also tended to interpret 'safety and security' within a context of being freely allowed to express Islamic values and identity. For example, Leila, a married Sudanese medical doctor, stated that 'it is a Muslim country and there are no conflicts and I like to bring my children up here.' In other words, Qatar is safe because it is a place with conservative values but also it a Muslim country without conflict, as well as a place where Muslims do not feel personally insecure due to their identity. The notion that the safety of Qatar is a function of Muslim values and society was especially true for our Palestinian and Pakistani interviewees. Ihsan, a 34 year-old Palestinian public relations manager, noted that 'Security is important. I come from a conservative environment and Doha is seen as an Islamic country that fulfils your aspirations in a balanced way, in comparison to other countries.' Unlike women, male interviewees more often raised safety issues associated with general and family security. Indeed, all of the men interviewed referred to security as family security and broader rule of law rather than personal security. It is not surprising to see that all of them are married men, as the family protection and safety is seen as part of their gender role. Saeed, a male married Pakistani, noted that: 'Safety and security matters a lot in Doha. I like that when I go to the mall or Katara or the Pearl you can see a family environment that can be supported . . . I like that they value family values in Qatar.' This qualitative finding is important for researchers looking to understand gender and mobility dynamics, as the women and men in our sample viewed the same concept in quite different terms.
Job security
Men and women equally expressed concerns about the security of their employment in Qatar, implying this is an issue that cuts across gender lines for highly skilled migrants. In terms of feeling insecure in their jobs, some of the women interviewed expressed concerns about localized conditions, such as the impact of restrictions of the kafala system and the consequences of the recent drop in oil and gas prices. For some, job insecurity is simply a part of life in the Middle East, where contracts are not always upheld and almost always consist of a one-year probationary period after which you can not only be let go, but also be forced to leave the country. Sharon stated:
I have worked in the Middle East for 15 years and I have never felt secure in my job. When we sign our contracts here, we are put on a one-year probation period which is looming over our heads. What happens after one year they can get rid of me just like that? So that's very stressful. So no I've never felt secured in any of my jobs in the Middle East.
The labor law in Qatar is viewed as especially favorable to the employer rather than the employee. As mentioned above, the labour law allows for firms to hire and fire their foreign workers with relative ease but makes it restrictive for foreigners to change jobs or break their contracts as their sponsored visas bind foreigner workers to their employers. An awareness of these constraints was clearly present in our interviews, as Dana highlights: I do not think you can describe any job in Doha as secure. Now the particulars of Qatar is that the labor law often works in favor of the employer, so there are not any kinds of job security for the employees. The employer has the right to hire, the employer has the right to fire and the employer has the right to retain or expel.
The result is a cloud of uncertainty that hangs over the heads of all workers across the labor market, including the highly skilled, and during times of economic down-turn in the national economy, this can become exacerbated, as suggested by Linda:
I do not know. For the time being I feel it is ok but with the way the economy is looking I mean 6 months down the road we can be without a job. The security, the problem also with the company is job security. You never know when you will be fired. Or not necessarily fired because of your poor quality of work but because, "sorry we can't afford you anymore, sorry we cannot accommodate you anymore."
A number of female respondents strongly felt that there were macroeconomic pressures resulting from lower oil prices and concomitant budget cuts at the time of our interviews.
For example, one Pakistani woman noted: I think jobs in ministries (in Qatar) are generally very secure, however with the current climate in the whole region and in fact the whole world, the oil prices, the economy, people being laid off, nobody's job is secure at this point in time. But this is not specific to the ministry, it is something going on in the world and we can't escape it. (Nazreen) It is worth noting here that all the interviews were carried out prior to the May 2017 Qatar crisis/blockade. It is possible that the disruption of regional relations may in fact have further exacerbated the sense of job insecurity for many expats. While we cannot corroborate this through the interviews since they predate the 2017 crisis, future studies can help uncover the different possible impacts of this issue on expats' sense of job insecurity.
Future plans
This analysis of the sub-component of female respondents illuminates differences in migration experiences amongst women based on their nationality, particularly when it comes to their motivations for living and working in Qatar for the long-term. Based on where they originate from or where they had lived previously, highly skilled women gave nuanced and personal explanations for what they found to be positive about their overall lived experiences in Qatar. Some of the women from Western countries who had not worked overseas previously or had limited exposure to international travel mentioned that they valued the expatriate lifestyle, multicultural setting, and the opportunity to experience greater diversity in Qatar than they had at home. South Asian respondents compared aspects of their lives in Qatar as being 'easier' than those 'at home.' Two of the women in the sample who were working for an academic institution which is a branch campus of a large university based in their country of origin, stated that they felt very much at ease in their work environments as it was not vastly different from what they would have experienced back at home. Their experiences of working in Doha are reflective of the fact that they are largely surrounded by co-nationals, and that the institution itself mirrors the institutional and professional culture that they have experienced in their country of origin. As such, they view their time in Doha and their professional security and growth through this lens. Barbara found a number of similarities between Doha and Newfoundland and even inspired friends and family to move to Qatar as a result: 'we thought [Qatar] was a beautiful small little country, which had many things in common with Newfoundland, a big island but small population and very familyoriented.' Nevertheless, all nine of the Western women interviewed stated that they do not feel at home in Qatar and were sure about their intentions of returning to their home countries at some point in the future.
For the Arab and Asian women, their preferences would be for long term or perhaps even permanent settlement but within the current context of migration and nationality law in Qatar which does not allow for ease of access to citizenship, they are reconciled to the fact that they will eventually have to move on. In reference to her future intentions, Andeera stated:
If they would let me, I would live here forever, because my husband also enjoys staying here. It is a good place for a family to live in. Honestly, when I go to India (on holiday) I ask my husband when we are going back to Doha. That shows how happy I am living in Qatar.
Nevertheless, the inability to obtain citizenship remains a drawback for both highly skilled men and women. Citizenship was identified as a reason to leave by two respondents. For example, Aqeela, a Pakistani national who was born and raised in Doha, stated:
If I ever move the only reason would be for getting citizenship in another country, otherwise I wouldn't move. For citizenship reasons I might, because Qatar will not give you citizenship rights and at the end of the day I am an expat. If I move to another European country it would be for the citizenship of that country, to secure my kids' future and mine.
Thus, for Aqeela, future security for her family means obtaining citizenship and a permanent home in Europe. For Nazreen, a married Pakistani woman who moved to Qatar four years ago and considers it her home, gaining citizenship in Australia will be part of a strategy to return to the Middle East for work. She states she was not planning on moving soon but probably will after 5 years, as my family and I are planning to immigrate to Australia for citizenship, and then come back to the Middle East to live and work.'
Discussion and conclusions
This article contributes to bridging the knowledge gap on the under-researched issue of highly skilled migrant women, by providing a focused study on their experiences in Qatar, a country that continues to remain highly dependent on skilled and unskilled migrants across all sectors of its labour market (Babar, 2014; Malecki & Ewers, 2007) . The interview sample provides preliminary empirical evidenceof the ways in which men and women experience the migration process differently in the Gulf states, but also that many axes of differences came to bear on these experiences. In this case study, women's marital status stands out as particularly important in a context where the labour laws produce gendered outcomes. All the married women in our sample had migrated to Qatar accompanying their husbands and families and had not initiated the migration process as the primary movers. Nationality and ethnicity, however, also played an important role in shaping responses, intersecting with gender dynamics in complex ways. Further exploration is needed with a larger cohort of both married and unmarried women from different countries of origin.
In contrast, most single women in our sample had migrated to Qatar as free movers, had initiated the process of migration based on their own choices and for the purpose of pursuing their own career opportunities and were driven by their economic interests and other personal motivations. This shows that the single status of these women was perceived by them as being of benefit in the migration process, allowing them greater flexibility in terms of migration choices and career decision-making and (in their view) also enhanced their abilities to meet their economic and savings goals while in Qatar. Single women also emphasized the importance of their personal security and safety in seeking a migration destination and in remaining in Qatar, whereas, when asked to consider security and stability as an influencing factor, men and married women were more likely to highlight the general safety conditions for family life and the overall situation of law and order.
This suggests that, in the case of Qatar, women are an important part of the inflow of highly skilled migrants and that a large portion of them initiate this mobility independently, not only as movers who follow their spouses and other family members. All the married women in the sample who moved to Qatar came with their spouses and had not obtained employment prior to arrival, even though they were able to be quite successful in their own job searches once they were in the country. These findings suggest that the current system of regulating and governing migration in Qatar, and particularly the kafala system, contributes to these differences between single and married women and between highly skilled men and women. It is possible that the kafala system discourages married women from initiating mobility to Qatar because of the gendered treatment of men and women in this system. For example, while a highly skilled, married, expatriate woman can work while on her husband's family sponsorship/residency, a male expatriate cannot work under his wife's sponsorship and must obtain his own sponsorship from an employer. Overall the study confirms that gender and mobility are inseparable and influence each other profoundly (Hanson, 2010) during periods of migration. It also shows how the existence of gender inequalities in migration laws in some countries shape different mobility patterns not between men and women, but between single and married women (Boucher, 2007) . To illustrate further, we revisit the case of Dina, one of the respondents in this study, and focus on the gender composition of her institution. In Dina's institution, there were 11 female professors who were not Qatari citizens. Out of them, only 3 were married, 1 was divorced and 7 were single. Two of the married women fall within the category of 'trailing spouse,' and only one initiated migration. The single women all initiated migration to Qatar and moved after they had been offered jobs. Thus, the mobility of highly skilled migrant women is strongly associated with their marital status (Parella, Petroff and Carlota, 2013) .
Another important finding that emerged from this study is that the experience of highly skilled women (and men to some extent) is shaped not only by their gender and marital status, but also by their nationality and/or ethnicity. Western highly skilled women, more than Asian and Arab women, were found to be less attached to Qatar and lacked the feeling of belonging. One reason for this might be that these women have other choices and have the freedom to go back to their home countries any time they wish. It is also possible that the current migration policies in Qatar discourage long-term settlement in the country, and as a result expatriates refrain from developing any sense of belonging. Asian and Arab women may feel culturally closer to Qatar, perhaps due to religious and linguistic connections, which contribute to a stronger attachment to Qatar amongst this group of women. Be this reason or that, social, cultural, national, and geographical contexts are important when thinking about the mobility of highly skilled women (Grigoleit-Richter, 2017; Hanson, 2010) , highlighting the importance of intersectionality when studying the relationship between gender and mobility of highly skilled migrants.
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